Workplace deviance has become pervasive in most organizations today. This crosssectional study examines the influences of individual-related factors and job satisfaction on workplace deviance behaviour among 429 support personnel in Malaysian public service organizations. Samples were randomly selected using multi-stage cluster sampling. The findings of the study indicated that agreeableness, negative affectivity, conscientiousness, emotional intelligence and job satisfaction predicted the organizational deviant behaviour. The same variables, except for emotional intelligence, also correlated to interpersonal deviant behaviour. Implications and suggestion for future research are discussed.
Introduction
Deviant behaviour among support personnel has become one of the most complex issues faced by the Malaysian public service organizations. Support personnel are the frontline employees who deliver services to the public and the existence of deviant behaviour affects the quality of services offered by the organizations. Workplace deviance refers to voluntary behaviour by employees which affects the organizational standards of ethical conduct that threatens the well-being of the organization and its stakeholders (Robinson and Bennett 2000) . Workplace deviant behaviour could be categorized into two groups: positive and negative deviances (Appelbaum, Iaconi, and Matousek 2007) . Positive deviance includes behaviours that employers do not consent to, but assist in reaching the organization's missions. In contrast, destructive deviant behaviour involves negative behaviours which implicate the organizations and its affiliates. This study focuses on the negative or destructive deviance because negative behaviours bear adverse consequences to the organization and its affiliates, and workplace deviance has major effect on employees' work motivation and performance.
Human resource development (HRD) professionals are encouraged to assist organizations in preventing and discouraging such destructive behaviours within the organization walls. Shim (2008) highlighted that workplace deviant behaviours have been largely overlooked by researchers in the HRD field, which contributes to the lack of understanding of workplace deviant issues and their relationships with HRD. More pragmatically, HRD professionals should be involved in facilitating the ethical culture due to their important role in the establishment of favourable and positive work values among employees in the organization. Thus, the HRD professionals have to play an active role in using their expertise and talents to assist the organizations in maintaining good governance practices, specifically in minimizing deviant behaviour. Support personnel's deviant behaviour has been regularly discussed in the local mass media. Substance abuse, corruption, fraudulence, underperformance, lack of integrity at work and fake medical claims were among the deviant behaviours that were reported (Ku Ishak 2006; Abdul Rahim and Mohd Nasurdin 2008; Abdul Rahim 2008, 2) . Deviant behaviour of support personnel has been reported to be at the highest percentage compared to other categories of employees in Malaysian public service organizations. Despite the importance of this issue, there is a lack of empirical evidence on the predictors of workplace deviant behaviour among support personnel, specifically in the Malaysian context. Additionally, most studies on workplace deviant behaviour have been conducted in the West (Smithikrai 2008) , and therefore, lack of empirical evidence is found in Asian countries including Malaysia.
Workplace deviance impacts HRD. It causes dissatisfaction and distrust among employees and thus affects the organization development (Shim 2010) . When confronted with deviant behaviour of co-workers, employees will be more likely to leave the organization or lack work motivation. By understanding the factors that influence workplace deviance, HRD professionals would be in a better position to plan and implement effective policies as well as practices aimed at reducing and preventing workplace deviance.
The purpose of this study is to examine the influence of individual-related factors (i.e. negative affectivity, agreeableness, conscientiousness and emotional intelligence) and job satisfaction on workplace deviant behaviour among support personnel in Malaysian public service organizations. This paper first discusses the conceptualization of workplace deviance, and then turns to a literature review on workplace deviance in the public sectors. Thereafter, the paper presents the factors linked to workplace deviance, the theoretical framework, methodology, results and discussion, and finally the implications. Robinson and Bennett (2000) have conceptualized workplace deviance as voluntary behaviour that violates significant organizational norms and threatens the well-being of organizations and individuals within the organizations. They postulated that deviant behaviours fall into two categories: organizational deviance and interpersonal deviance. Organizational deviance entails act towards the organization such as stealing and absenteeism, while interpersonal deviance is directed at the members of the organization that includes gossip and verbal abuse. Workplace deviance also has been studied under different terminologies such as retaliation and dysfunctional behaviour, organizational misbehaviour (Vardi and Weitz 2004) and counterproductive behaviour (Fox, Spector, and Miles 2001) . Despite the conceptual differences among these constructs, identical measurement scale has been widely used to measure workplace deviance because workplace deviance studies render a common set of behaviours (Spector and Fox 2002) .
Conceptualization of workplace deviance
Workplace deviance in the public sector Aquino, Galperin, and Bennett (2004) conjectured that workplace deviant behaviour is prevalent in the public organizations as compared to the private. A survey among employees in public service organizations in the United States (US) revealed that 71% of the respondents reported to experience incivility (one of the forms of workplace deviance) during the previous 5 years while 6% of them reported to experience such behaviour several times (Cortina et al. 2001) . Cortina et al. (2001) survey also reported that interpersonal mistreatments among employees do exist in the government organization. Various forms of deviant behaviour among Slovenian police force were also highlighted by Lobnikar et al. (2000) and Lobnikar, Pagon, and Ovsenik (2004) . In the local context, Ku Ishak's (2006, 153) survey reported that taking longer breaks than acceptable, spending longer time fantasizing, saying something hurtful and making fun of someone at work stand out to be the common forms of deviant behaviour among staff in the three government agencies in the northern part of Malaysia. Sivaraja's (2009) study among 252 health care workers in the three Malaysian government hospitals found that there was an existence of various forms of workplace deviance. Similarly, public service employees in the three state agencies in Terengganu (the eastern part of Malaysia) were found to perceive that corruption among public service staff was high (Tan Abdullah et al. 2010) .
In the Malaysian public service organization, integrity has been the main component in the Ninth Malaysia Plan (2006 Plan ( -2010 and the Tenth Malaysia Plan (2011) (2012) (2013) (2014) (2015) . The plans indicate that all public service staff should handle their function with ethics and integrity. The programs are part of the Strategic Reforms Initiatives (SRIs) that are embedded in the Government Transformation Program (GTP) of the country's New Economic Model (NEM). The goals of these policies are to accelerate Malaysia's economic growth and enhancement in HRD. The 'National Integrity Plan' (NIP) was also launched by the government in 2004 as a preventive approach to overcoming corruption and other workplace deviance. The Malaysian public service has changed in many areas due to innovation, creativity and transformation in public governance. However, the existence of workplace deviance in organizations creates difficulties for the public service staff to improve their services (Noore 2007) . Ahmad Badawi (2006) emphasized that Malaysian implementation machinery must be predicated on the values of trustworthiness and integrity in order to raise the qualitative standards of national administration. Without trustworthiness and integrity, Malaysia cannot be said to be a developed country even though Malaysia has emerged as a major economic force in the Asia-Pacific region (Rowden and Ahmad 2000) . Therefore, it is important to determine factors that predict deviant behaviour among support personnel.
There are various individual-related factors that are relevant for predicting workplace deviant behaviour. However, this study limited its focus to four individual-related factors (i.e. negative affectivity, conscientiousness, agreeableness and emotional intelligence) as they are most likely to influence individuals' intentions to engage in deviant behaviour. Empirical findings concluded that these individual-related factors are important predictors of workplace deviance (e.g. Bechtoldt et al. 2008; Ng and Feldman 2008) . Despite their conclusion, there has been lack of studies assessing negative affectivity, conscientiousness, emotional intelligence, agreeableness and job satisfaction in the context of Malaysian public services.
Additionally, Martinko, Gundlach, and Doughlas (2002) mentioned that the potentiality of individual differences in predicting negative behaviour is limited, specifically if they are tested as independent variables. However, we argued that individual differences are important to consider in predicting workplace deviance because various researchers highlighted the potentiality of individual differences in the prediction of general range of workplace deviant behaviours (e.g. Douglas and Martinko 2001; Berry, Ones, and Sackett 2007) . Hence, we see the role of individual differences as critical to the understanding and predicting workplace deviance.
From a practical point of view, we also suggested that job satisfaction would be an important barometer of HRD effectiveness. Emotion has long played a central role in research and theory concerning deviance (Spector, Fox, and Domagalski 2005) . Hence, job satisfaction plays a critical role in response to a situational frustration among employees in organizations. Therefore, we employed job satisfaction as the only situationalrelated variable in this study.
This paper focuses on the influences of individual-related factors and job satisfaction on workplace deviance from the perspective of support personnel in the Malaysian public service context. Understanding this relationship gives us an indication of the effect of individual-related factors and an employee's job satisfaction to workplace deviance. Consequently, the study contributes to the literature on workplace deviance in an international and cross-cultural context through an investigation of workplace deviance in a non-western context. The results are very informative for organizations which would assist HRD professionals to institutionalize appropriate policies and practices based on the factors explored.
Theoretical framework
In this study, individual-related factors (i.e. negative affectivity, conscientiousness, agreeableness and emotional intelligence) and job satisfaction were employed to determine support personnel's deviant behaviour.
Researchers noted that a person with high-negative affectivity tends to perform more deviance compared to those who have lower negative affectivity (e.g. Milam, Spitzmueller, and Penney 2009; Salami 2010) . Conscientiousness is another individualrelated factor that has shown to be relevant in influencing workplace deviance (Sackett et al. 2006) . Agreeableness is also considered as a prominent form of motivational facet that strongly determines workplace deviance (Bukhari and Ali 2009). Emotional intelligence also provides answers related to deviant behaviour (Emmerling and Goleman 2003) . Studies have also indicated that job satisfaction strongly influences workplace deviance (Marcus and Schuler 2004; Marcus and Wagner 2007) . Like other behaviours, workplace deviance is influenced by other factors than an individual's disposition. We propose job satisfaction as a significant predictor of various deviant behaviours, which past researchers have consistently found in correlations between job satisfaction and deviant behaviours (Hershcovis et al. 2007; Marcus and Wagner 2007) .
The relationship between negative affectivity and workplace deviance Dispositions are defined to include constant ways of thoughts, emotion or behaviour exhibited by an individual, and they viewed dispositional factors as the 'frame' within which situational appraisals were made (Judge, Locke, and Durham 1997) . In this study, negative affectivity was defined as a person's disposition to experience discomfort across time and in different situations. Goh (2007) conjectured that individuals with this type of personality often feel lack of accomplishment, self-confidence, perceive situations as provocative at work and during interactions with others. An individual with high-negative affectivity was also more likely to react to high anxiety compared to low-negative affectivity individuals (Alias, Rasdi, and Abu Said 2012). Therefore, negative affectivity has been identified to be related to various forms of workplace deviant behaviour such as evasion, work sabotage, offensive behaviour, intimidation and assault (Hepworth and Towler 2004 ). Salami's (2010) study among 422 teachers revealed that negative affectivity was positively associated with workplace deviance (r = 0.34, p < 0.05). A similar result was found in a cross-sectional survey by Alias, Rasdi, and Abu Said (2012) involving 160 full-time employees. The results showed that there is a correlation between negative affectivity and organizational deviance (r = 0.187, p < 0.01), and a positive relationship between negative affectivity and interpersonal deviance (r = 0.345, p < 0.01). Therefore, individuals with highnegative affectivity are more likely to be involved in workplace deviance, and vice versa. We propose:
Hypothesis 1a: There is a positive relationship between negative affectivity and organizational deviant behaviour among support personnel.
Hypothesis 1b: There is a positive relationship between negative affectivity and interpersonal deviant behaviour among support personnel.
The relationship between conscientiousness and workplace deviance Conscientiousness has significantly predicted a variety of workplace behaviours (Mount and Barrick 1995; Smithikrai 2008) . In this study, conscientiousness is defined as a quality of being organized and self-disciplined whereby an individual who is low in conscientiousness is irresponsible, untrustworthy, lacks self-discipline and vice versa. Researchers highlighted that conscientiousness was negatively related to various forms of workplace deviance (Salgado 2003; Wanek, Sackett, and Ones 2003) . A similar result was found in Lee, Ashton, and Shin's (2005) empirical study in the five Korean organizations which reported conscientiousness was negatively related to interpersonal deviance. Salgado's (2002) meta-analysis study also reported that conscientiousness predicted various forms of workplace deviance. Smithikrai's (2008) study demonstrated that conscientiousness was one of the factors that exerted a significant effect on workplace deviance. We propose:
Hypothesis 2a: There is a negative relationship between conscientiousness and organizational deviant behaviour among support personnel.
Hypothesis 2b: There is a negative relationship between conscientiousness and interpersonal deviant behaviour among support personnel.
The relationship between agreeableness and workplace deviance
Besides conscientiousness, agreeableness is also one of the most salient and influential dispositional constructs (Laursen, Pulkkinen, and Adams 2002 ). An individual with this trait could get along with others (Laursen, Pulkkinen, and Adams 2002) , is compliant, modest (Lee, Ashton, and Shin's 2005) , a good team worker and satisfied with his/her job (Judge and Bono 2001) . In this study, an agreeableness individual refers to a person who is warm, tactful and cooperative. A low-agreeableness individual tends to be sceptical, selfish and hostile, and vice versa. Thus, this variable was selected as one of the variables that explains the support personnel's deviant behaviour. Cullen and Sackett's (2003, 150 ) study highlighted that agreeableness was negatively correlated to various forms of workplace deviance such as absenteeism, turnover, workplace violence and property damage. A similar result was also found in Lee, Ashton, and Shin's (2005) study on the association between agreeableness and interpersonal destructive deviance. Farhadi et al.'s (2012) study involving 212 civil servants in Malaysia also reported the same result. We propose:
Hypothesis 3a: There is a negative relationship between agreeableness and organizational deviant behaviour among support personnel.
Hypothesis 3b: There is a negative relationship between agreeableness and interpersonal deviant behaviour among support personnel.
The relationship between emotional intelligence and workplace deviance Individuals with high-emotional intelligence are able to control their emotions; are aware of others emotions and use this information effectively within relationships (Mayer and Geher 1996) . Individuals with high-emotional intelligence are more inclined to be a better performer and implement ethical values at the workplace towards their organization (Van Rooy and Viswesvaran 2004) . Research has also implicated that individuals with high levels of emotional intelligence engaged less in aggressive behaviour (Petrides, Fredrickson, and Furnham 2004) compared to those with low-emotional intelligence. Abdul Azib's (2006) study reported that emotional intelligence has significantly and negatively correlated with deviant behaviour (r = −0.563, p < 0.01). Likewise, Deshpande, Joseph, and Shu (2005) study among 118 Chinese respondents concluded that people with low-emotional intelligence have lower ethical principles. We propose:
Hypothesis 4a: There is a negative relationship between emotional intelligence and organizational deviant behaviour among support personnel.
Hypothesis 4b: There is a negative relationship between emotional intelligence and interpersonal deviant behaviour among support personnel.
The relationship between job satisfaction and workplace deviance
Parallel to the social psychology work on human aggression, emotion has also been central in much organizational work on workplace deviance. Job satisfaction has been specifically linked to negative emotions and both aggression and workplace deviance (e.g. Fox, Spector, and Miles 2001) . Greenberg and Baron (2008, 148) postulated job satisfaction as an employee's attitude towards their work, which leads to a decision by comparing actual outcomes versus desired expectations about his or her job. ScottCawiezell et al. (2005) advocated that job satisfaction contributed to positive behaviours among employees. Conversely, low-job satisfaction has negative implications, i.e. employee turnover, increasing overheads and decline in returns (Zeffane, Ibrahim, and El Mehairi 2008) . Past empirical studies have also indicated that job satisfaction places a prominent role in workplace deviance (Marcus and Schuler 2004; Marcus and Wagner 2007) . Hershcovis et al.'s (2007) meta-analysis study reported that job satisfaction was one of the predictors of destructive behaviour. Brown (2008, 17) found that job dissatisfaction was associated with higher level of workplace deviance. Individuals tend to retaliate against their organizations by doing something that could harm the organization and/or their colleagues. Omar et al. (2011) indicated a negative relationship between job satisfaction and deviant behaviour (r = −3.42, p < 0.05). In a recent crosssectional survey in Pakistan among 100 employees in various government sector conducted by Nasir and Bashir (2012) , the ratio of workplace deviance is very high due to low level of job satisfaction among the employees. It is reported that job satisfaction inversely contributes to 80.2% of the variance in workplace deviance. They also noted that most workplace deviant behaviours are exhibited by the lower level of employees' job satisfaction (Nasir and Bashir 2012) . These findings concluded that employees with low-job satisfaction involved more in deviant behaviour compared to employees who have higher job satisfaction. We propose:
Hypothesis 5a: There is a negative relationship between job satisfaction and organizational deviant behaviour among support personnel.
Hypothesis 5b: There is a negative relationship between job satisfaction and interpersonal deviant behaviour among support personnel.
To conclude, this study highlights the influence of individual-related factors and job satisfaction in determining the support personnel's deviant behaviour.
We employ social exchange theory and attribution theory to explain the relationships between individual dispositions, job satisfaction and workplace deviant behaviour. Other models which examined individual differences and situational variables in predicting workplace deviance e.g. popcorn model of aggression (Folger and Skarlicki 1998) and integrative theory of counterproductive model (Martinko, Gundlach, and Doughlas 2002) are not utilized since our primary interest is on understanding the relationship between the individual and situational variables and workplace deviance. We do not examine the combination effect of individual and situational variables, as highlighted by these models.
Social exchange theory
Social exchange theory describes the motivation behind attitudes and behaviours exchanged between individuals (Blau 1986, 91) . This involves interaction with co-workers, supervisors, teams and the organization within social exchange relationships and working relationships (Shore, Tetrick, and Barksdale 1999) . The content of social exchange relationships entails employees' feeling and social influence at the individual, dyadic and organizational levels (Cropanzano and Mitchell 2005) . Among the outcomes of this reciprocal relationship are organizational citizenship, injustice-deviance relationship, the desire to retaliate, revenge and deviant behaviour (Levine 2010) .
Researchers such as Glomb and Liao (2003) and Mitchell and Ambrose (2007) have employed social exchange theory to explain the phenomenon of workplace deviant behaviour. In fact, employees tend to behave based on their relationships with the organization. The social exchange relationship is identified within the perspective of positive norms of reciprocity. For example, employees who were equally and fairly treated by their employers will engage in positive behaviour which benefit from the source of justice (Lavelle, Rupp, and Brockner 2007) .
From the perspective of job satisfaction and social exchange theory, Aryee, Budhwar, and Chen (2002) found that satisfied employees facilitate in the achievement of organizational goals compared to less-satisfied employees. However, Gouldner (1960) identified that reciprocity also involves negative norms which highlight the response of retaliation.
Employees who are low in job satisfaction tend to reciprocate with negative work behaviours which are consistent with the norms of reciprocity (Chang and Wei 2008) . In this study, social exchange theory was employed to explain the relationship between job satisfaction and workplace deviance.
Attribution theory
In this study, attribution theory was used to support the link between individual-related factors and workplace deviance. It is based on the tenet that individuals are instinctively driven to determine the reasons of behaviours and outcomes that are significant to them (Heider 1958) . Myers (2010) highlighted that there are several variables which could change an individual's judgement or perception about someone. It could be determined based on internal or external attribution in explaining an individual's behaviour. Internal attribution may be due to an individual's characteristic or personality whereby external attribution is due to a person's circumstances or situation. As such, attribution theory is relevant to study the link between individuals' internal attribution (i.e. personality or characteristics) and their inclination to deviant behaviours. Researchers have also implicated the probability of an individual characteristic or personality in influencing deviant behaviours (e.g. Aquino, Lewis, and Bradfield 1999; Appelbaum and Shapiro 2006) .
Research design
This cross-sectional study utilized two stages of multi-stage cluster random sampling to determine the samples. At the first stage, four large clusters of population were randomly selected; followed by a random selection of 125 samples of support personnel from each cluster at the second stage. The random selections of 125 support personnel were based on department. There are 8808 Support Personnel 2 in the eight city councils in Malaysia. Support Personnel 1 are diploma holders while Support Personnel 2 are staff members having qualifications below Malaysian Certificate of Education. Support Personnel 2 was chosen as the population of this study because most deviant acts involved support personnel in Grade 2 (Hashnan 2010) . Israel (1992) suggested that for multiple regression analysis, the sample size of 200 to 500 is appropriate. The method was chosen because the population of study covers large geographical areas, and therefore, it is more feasible and economical (Sekaran 2009, 275) .
Prior to the distribution of the questionnaires, a permission letter was handed to the respective human resource managers of each city council explaining the purpose of the research. Their rights and roles were also explained in the letter. Following Bennett and Robinson (2000), we ensured participants full anonymity and confidentiality when collecting data on behaviours that are highly sensitive which may be illegal and/or elicit dismissal from their jobs. Before the data collection started, the objective of the research was explained to the head of the department. The questionnaires were distributed according to the respective respondents in the morning and were then personally hand-picked in the evening based on the time agreed by the respondents of the selected city councils. Each selfadministered questionnaire was attached with a letter of appreciation for the respondents' contribution and an envelope to seal their anonymity while returning the questionnaire. Roth and BeVier (1998) also highlighted that collecting data on sensitive topics in organizational context would find respondents refusing to believe that the surveys were truly anonymous. Therefore, the respondents were also allowed to take the questionnaire out of their office.
Participants and procedure
The sample of this study consists of all Support Personnel 2 representing the public organizations located in the west, east, south and north of Malaysia. Five-hundred questionnaires were distributed and 429 questionnaires were returned, resulting to a response rate of 85.8%. This study involved 35.4% male and 64.6% female employees. The respondents' age ranged from 21 to 60 years old. The majority of the respondents' age ranged from 31 to 40 years old. Most of them (75.5%) were married, followed by 23.5% who were single and 9% who were divorced. Most of the respondents (43.4%) reported having a work tenure of less than 5 years, followed by 18.2% who stated having a work tenure of more than 20 years, 14.2% informed having a work tenure of 5-10 years and 14.0% described having a work tenure of 10-15 years.
Instruments
The instruments used in this study were taken from established instruments that were developed in western countries, and were then adapted to accommodate the context of this study. The instrument of this study was originally written in English. However, it was translated to Malay, the native language of the population by two local professional translators who have good command in both languages. This is to cater for the proficiency of the support personnel who were less conversant in English. To ensure the meanings, thoughts and concepts of the items remain unchanged, easy to understand and convey similar meanings to the original instrument, two local professionals were assigned to endorse the translation. Saari and Judge (2004) mentioned that translation of questionnaires was the most frequently chosen routes to cross-national and cross-lingual survey research in order to minimize the linguistics effects on survey results.
Workplace deviance was assessed using Bennett and Robinson's (2000) two dimensional scales, i.e. organizational deviance and interpersonal deviance. Organizational deviance has 12 items while the latter has 7 items. Sample items are 'Publicly embarrass someone at work' and 'Act rudely toward someone at work', respectively. In this study, the internal reliability of organizational and interpersonal deviant behaviour were 0.86 and 0.89, respectively.
Negative affectivity was measured using Positive and Negative Affect Schedule (PANAS) developed by Watson, Clark, and Tellegen (1988) . Items in PANAS describe negative emotions (e.g. irritable, upset and afraid) and respondents were asked to indicate the extent to which they generally perceive each emotion. High scores indicate high levels of negative affectivity and vice versa. A sample item is 'How often do you feel guilty?' The overall internal reliability of this study was 0.88.
Conscientiousness is defined as a quality which makes an individual organized and selfdisciplined whereby an individual who is low in conscientiousness is irresponsible, untrustworthy and lacks self-disciplined, and vice versa. This construct was measured using 12 items that were adopted and adapted from Dawson (1996) . The conscientiousness items assess an individual's disposition with regard to orderliness, dependability and reliability. Conscientiousness measurement items responded on a scale ranging from 1 'disagree' to 7 'agree'. Sample items are 'I keep my belongings neat and clean' and 'I do not waste a lot of time before settling work'. The internal reliability for this study was α = 0.95.
Agreeableness refers to a person who is warm, tactful and cooperative. A person who is high in agreeableness cared about other people, is helpful and cooperative. This instrument was taken from Costa and McCrae's (1985) international personality item pool. It is a 12 item scale and has demonstrated valid internal consistency by previous researchers (e.g. Dawson 1996 , α = 0.76). Items were rated using a seven-point Likert-like scale ranging from 'disagree' to 'agree'. Sample items include, 'I try to be courteous to everyone I meet' and 'Most people I know like me'. In this study, the internal reliability coefficient was 0.77.
Emotional intelligence refers to support personnel's ability to perceive, manage and assess the emotions of self, and of others. The construct was measured using Wong and Law's (2002) emotional intelligence scale comprising 16 items which were rated on six points Likert-like scale ranging from (1) strongly disagree to (6) strongly agree. Sample items are 'I have a good sense of why I have certain feelings most of the time' and 'I have a good understanding of my own emotions'. This measure was also employed by Davies, Stankov, and Roberts (1998) and they revealed consistent findings. The Cronbach's alpha for this study was 0.93.
Job satisfaction was assessed using the nine-item of job satisfaction scale developed by Brayfield and Rothe (1951) . Previous researchers who have used this instrument in job satisfaction studies are Illies and Judge (2002) and Saari and Judge (2004) . Items were rated on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). Sample items were: 'I am satisfied with my current job' and 'I feel real enjoyment in my job'. In this study, the reported internal consistency was 0.90.
Results

Data were analysed using descriptive analysis, Pearson Product-Moment Correlation
Coefficient and Multiple Stepwise Regression analysis. Table 1 shows the means, standard deviations and Pearson inter-correlations of the individual variables used in this study. Social demographic variables i.e. gender, status, tenure and age were not correlated with interpersonal deviance. However, gender has negative and low relationship (r = −0.10, p < 0.05) with organizational deviance. The table also reveals that job satisfaction (r = −0.20, p < 0.01), agreeableness (r = −0.35, p < 0.01), negative affectivity (r = 0.25, p < 0.01), emotional intelligence (r = −0.12, p < 0.01) and conscientiousness (r = −0.13, p < 0.01) were correlated with interpersonal deviance. As expected, the correlation analysis also indicated that job satisfaction (r = −0.27, p < 0.01), agreeableness (r = −0.40, p < 0.01), negative affectivity (r = 0.30, p < 0.01), emotional intelligence (r = −0.22, p < 0.01) and conscientiousness (r = −0.38, p < 0.01) were correlated with organizational deviance. To examine the influence of the selected variables towards workplace deviant behaviour, this study proceeds with multiple stepwise regression analysis.
Two separate multiple regression analyses using the stepwise method were carried out to test for the stated hypotheses. The first regression analysis was conducted with 'organizational deviance' as the dependent variable and negative affectivity, conscientiousness, agreeableness, emotional intelligence and job satisfaction as the independent variables. The analysis indicates that all the independent variables significantly predicted support personnel organizational deviant behaviour. Table 2 shows that agreeableness is a good predictor of organizational deviance and contributed to the highest variation in organizational deviance (β = −0.25, t = -4.24; p < 0.00). The result denotes that the variable has a moderate predictive value for an employees' organizational deviance. This is followed by conscientiousness which has significantly contributed to the variation in organizational deviance (β = −0.24, t = -3.72; p < 0.00), negative affectivity (β = 0.19, t = -4.09; p < 0.00), emotional intelligence (β = 0.14, t = 2.33; p ≤ 0.02) and job satisfaction (β = −0.10, t = -2.14; p < 0.03). The regression model explained 23.1% of the variance in the support personnel organizational deviant behaviour. Hence, H1a, H2a, H3a, H4a and H5a were supported. The second regression analysis was performed similarly, but the dependent variable is interpersonal deviance. The regression model indicates that agreeableness, negative affectivity, conscientiousness and job satisfaction significantly predicted support personnel interpersonal deviant behaviour (see Table 3 ). These predictors are agreeableness (β = −0.41, t = 6.85, p < 0.00); conscientiousness (β = −0.20, t = 3.22, p < 0.00); negative affectivity (β = 0.15, t = 3.10, p < 0.00) and job satisfaction (β = −0.10, t = 2.04, p < 0.04). Based on the largest beta coefficient and t value obtained, we conclude that agreeableness contributed to the high variance in interpersonal deviance. The variable that was excluded from the model is emotional intelligence. This regression model also shows that agreeableness, negative affectivity, conscientiousness and job satisfaction explained 16.2% of the variance in interpersonal deviance (F = 4.18, p < 0.00). Given these patterns of findings, we found support for all the hypotheses (H1b, H2b, H3b, H5b) except H4b.
Discussion
The above analysis shows that the organizational and interpersonal deviant behaviour of support personnel were predicted by both individual-related factors and job satisfaction. However, emotional intelligence was not found to contribute to employees' interpersonal deviant behaviour. This study's result shows that agreeableness is the strongest predictor in explaining organizational and interpersonal deviant behaviour among support personnel. The findings of this study are consistent with previous workplace deviant behaviour studies that were mostly conducted in the western society. The findings of this study are also consistent with the findings of past workplace deviant behaviour studies where individual dispositions exert a strong influence on employees' workplace behaviour (e.g. Appelbaum and Shapiro 2006; Aquino, Lewis, and Bradfield 1999) . Individual disposition such as agreeableness was found to strongly predict both interpersonal and organizational deviant. This finding supported Lee, Ashton, and Shin's (2005) study, whereby they also found that agreeableness was related to interpersonal destructive deviance. Low agreeableness individuals are most likely to demonstrate deviant behaviour probably because they are unpredictable and cynics. Appelbaum and Shapiro (2006) highlighted that employees with negative affectivity trait tend to have negative attitudes and feelings against their customers, organization, job and even themselves across all situations. This is probable since they are more likely to feel anxious when interacting with people. In this study, negative affectivity predicted both types of organizational and interpersonal deviant behaviours. Likewise, Hepworth and Towler's (2004) , Salami's (2010) and Farhadi et al.'s (2012) studies using different types of samples also revealed similar findings.
This study also found that conscientiousness predicted organizational and interpersonal deviance. This supported Salgado's (2003) and Wanek, Sackett, and One's (2003) studies which highlighted that conscientiousness was negatively related to various forms of workplace deviance. Low-conscientious employees were said to be untrustworthy, avoid hard work, and were uncommitted (Foulkrod, Field, and Brown 2010) , and therefore, they were more likely to engage in deviant behaviour.
Research has also implicated that individuals with high levels of emotional intelligence engaged less in aggressive behaviour (Petrides, Fredrickson, and Furnham 2004) compared to those with low-emotional intelligence. However, the result of this study is inconsistent with Deshpande, Joseph, and Shu's (2005) study which concluded that people with low-emotional intelligence have lower ethical principles. This study indicated that there is a positive relationship between emotional intelligence and support personnel's deviant behaviour. The context of this study has possibly led to this inconsistent finding. It should be noted that the sample of this study involved support personnel in public organizations, and due to their position as front line service provider, they are more exposed to public voices and actions of different intensity. As such, they have been trained to develop their social skills in managing their emotions and actions when dealing with public. Thus, they possessed a high level of emotional intelligence. The result of this study for job satisfaction was consistent with the findings from previous deviant behavioural studies (e.g. Scott-Cawiezell et al. 2005; Zeffane, Ibrahim, and El Mehairi 2008) . We also found that the level of workplace deviant behaviour of the samples used in this study is low. Local researchers such as Ku Ishak (2006, 126); Abdul Azib (2006, 43) and Sivaraja (2009, 56 ) also reported similar low mean in their deviant behavioural studies with values of 1.48, 170 and 1.54, respectively. This is due to the limitations of the study whereby respondents might have not revealed fully and were afraid of the consequences if found that they had engaged in deviant behaviour. It is worth to be noted that even though the level of workplace deviance may appear trivial, it can have a real impact on organization's bottom line. Previous studies demonstrated that the value of reducing workplace by even a small amount, is substantial. Such negative behaviour impacts organizations globally, in terms of economic and productivity lost. For example, theft is estimated to cost organizations between 6 and 200 billion per year (Murphy 1993, 10) . It is expected that absenteeism and employee theft diminished the productivity which has caused the US a total loss of $300 billion annually (Goh 2007) . Goh further asserted that by improving job satisfaction and individual-related factors, absenteeism could be reduced by 2%, and organizations would save 6 billion per year.
From a HRD perspective, understanding the dynamics on the factors of workplace deviance is critical. For example, job satisfaction was found as an invaluable element which organization must invest in due to its role as an underlying motivation component which affects an employee's attitude and an organization's performance. Specifically in the Malaysian public service organization, job satisfaction has major impacts on employees' deviant behaviour. MacKenzie, Garavan, and Carbery (2011) highlighted that HRD has the competencies and skills to challenge the status quo and assist organizations in maintaining good governance practices, specifically in minimizing deviant behaviour. HRD could employ various initiatives such as enlightening employees on the pros and cons of engaging in deviant behaviour by providing simulation and training programmes. For example, Telecom Malaysia has conducted online interactive training on ethics which include a variety of subjects, including gift giving among government employees, receiving gifts from outside sources and misusing positions. It is a very unethical practice for an employee to give and receive gifts from customers. Hence, such training is useful in guiding employees to enhance their knowledge of workplace ethics and to comply with organizational norms and rules.
Implications for HRD
In managing deviant behaviour, Jacobs and Scott (2011) suggested that management should re-educate employees using planned courses, videos, role playing and online training. Of these efforts, it is claimed that training is the best method for workplace deviant behaviour prevention programmes. The training should point out the impact of destructive behaviour to individual, organization and others.
Appropriate HR policies and practices could also serve as a mechanism in the development of a formal program to promote, communicate and align ethical activities with the support of the organization. Inappropriate application of HR policies and practices by HR staffs and line managers contributes to employees' destructive behaviour and unintended negative implication at the workplace as well as provides a circumstance for workplace deviance to take place. In addition, Neuman and Baron (1998) suggested that personal screening, pre-employment testing and carefully structured job interviews assist in preventing deviant behaviour by identifying potential offenders before they enter the organizations.
Limitations
In this study, we are aware of several factors that limit or affect the overall results. The study was based on a sample taken from public service organizations. Therefore, caution needs to be taken when generalizing the findings to other sectors or to different types of occupation such as private organizations. Next, the accuracy of the data depended largely on the respondents' honesty in revealing their true experiences on workplace deviance. Respondents may have felt constrained to honestly express their perceptions of deviance because of feelings of uncertainty with regard to confidentiality. Researchers (e.g. Schmidt, Viswesvaran, and Ones 2000) have pointed out concerns about self-reported workplace deviance in terms of the honesty of responses due to the negative nature of deviant behaviours.
Another potential limitation of this study concerns participants' interpretations of employee deviance. What one respondent identifies as deviant may be considered as acceptable behaviour to another respondent. For example, taking a pen home from work may not be viewed as stealing to one employee, but this seemingly minor behaviour is in fact characterized as deviant. Therefore, one's interpretation can have effect on how they respond to the workplace deviance items. To minimize this limitation, workplace deviance definition was explained beforehand to the respondents and the human resource managers. In addition, appropriate design of the questions, correct wording, standardization along with precise and unambiguous phrasing within question (Sapsford 2007 ) and the scale used (Barker, Pistrang, and Robert 2002) were checked by the researchers. Another limitation of the study is social desirability which is also a potential common method bias. Criticisms of self-reported data often focus on social desirability bias (Podsakoff and Organ 1986 ). Participants may not be willing to truthfully admit that they have engaged in deviant behaviour at work. Hence, it is suggested that future research could involve various sources specifically from peers and superiors to assess deviant behaviour. Diverse samples from various industries could also be used to minimize the problem of common method bias and enhance generalizability of the results.
Scope for future research
This study could trigger more empirical research towards understanding the phenomenon of workplace deviance. As this study uses the perceptions of individual employees on their ratings of workplace deviance, future research should look into other sources of information such as supervisor or co-worker who can provide a different perspective of answers or with less bias.
Another fruitful avenue for further research may include a diverse sample of organizational members from a broad spectrum of occupations in other governmental institutions or in private organizations. This is to obtain a more comprehensive understanding of why an employee engages in deviant behaviour in a specific work setting. HRD professionals play an important role through HRD interventions such as training and socialization (Shim 2010) . Future research should also assess other causes and consequences of workplace deviant behaviour. HRD researchers could conduct deliberate research studies to find out the effect of HRD interventions on workplace deviance. The effect of workplace deviance on other organizational dynamics such as workplace learning, knowledge sharing and performance appraisal should also be conducted to examine the consequences of deviant behaviour. Thus, HRD can contribute to building and maintaining friendly organizational climates and healthy interpersonal relationships among employees. In addition, a different study approach such as a qualitative study would also generate fruitful findings.
Conclusion
This paper sought to investigate the influences of the individual-related factors (i.e. negative affectivity, agreeableness, conscientiousness and emotional intelligence) and job satisfaction on workplace deviant behaviour among support personnel in Malaysian public service organizations. This study found that workplace deviant behaviour was attributed to individual-related factors and job satisfaction.
